A recent nationwide survey conducted by Louis Harris & Associates for the International Center for the Disabled reported that 65% of unemployed adults with disabilities want to work. The Dole Foundation of Washington, D.C., says that as many as five million disabled persons between the ages of 16 and 64 could work if given the necessary help (Amaroli, 1986) .
The Harris stud y also indicated that 47% of working-age persons with disabilities work part time , and could work full time if their employers would let them. Thirty-five percent of those who work now, or who have worked full time while disabled, indicated that their employer made some kind of accommodation for their disability. Study after study shows that the majority of employed disabled persons receive accommodations that cost employers much less than anticipated. The costs, per disabled individual, usually are well under $100 (Amaroli, 1986) .
Contrary to what many people believe, employers hiring disabled workers do not see an increase in their workers' compensation insurance premiums. The U.S . Chamber of Commerce and the National Association of Manufacturers conducted a joint study in which more than 90% of 279 companies surveyed reported no effect on insurance costs as a result of hiring disabled employees (Brantman, 1983) .
A recent DuPont Company study indicated that the performance of their disabled employees was equiv-alent to that of the non-impaired coworkers in areas of safety, job duties, and attendance (Brantrnan, year) .
ROLE OF THEOCCUPATIONAL
HEALTH NURSE The occupational health nurse has a key role in the employment of people with disabilities. The occupational health nurse can facilitate and explain the process to employers and correct myths or misunderstandings about this special population of people.
The term handicapped traditionally has referred to persons with visible handicaps . However, with the growing awareness of less visible problems such as cancer, emphysema, cystic fibrosis, etc, the more inclusive term is disability. In recog- It is estimated today that one of five persons in the United States is handicapped in some form of disability. That figure necessitates networking on the part of the occupational health nurse, both inside and outside the company, with teams of professionals involved with placement of the disabled who are ready for integration into the workplace . Counselors and supportive employment coaches also facilitate the entry and emphasize keeping a job once qualifications have been met.
Occupational health nurses play an important role in job placement and the preplacement examination.
They serve as a link between the applicant and the prospective employer, as well as the team involved in the placement, or return to work, of the disabled person. The occupational health nurse acts as a consultant, adviser, and motivator in preparing the workplace for the disabled (Seaver, 1987) .
The occupational health nurse who is familiar with the various work settings facilitates job placement by evaluating the job analysis and the functional abilities of the applicant. This procedure expedites the match between the disabled person's abilities and the specific job requirements. The hiring process is often expedited if external groups, such as those involved with rehabilitation, education, and training, are aware that an occupational health nurse is employed at the work site.
The occupational health nurse strives to make the job application process a comfortable and beneficial one to all the parties involved. The personnel interviewer must be prepared for the disability of the applicant prior to the date of interview. This is most important, as physical disabilities sometimes may appear to be a disqualifying factor. The areas of prime importance for the interviewer to focus on are the job qualifications of the applicant, training, and the ability to perform the specific job. If the interviewer is not prepared or informed of the applicant's disability, personal and judgmental perceptions may overshadow the person's qualifications. It is also advisable to inform fellow employees in a department of the inclusion of a new disabled person into their area.
The occupational health nurse serves as a counselor and confidant to new employees with disabilities, ensures their safety on the job, and also functions as a communicator to the team. They work with this employment process internally with company management, supervisors, safety and personnel, unions, and employees. Those involved outside the company may include the per-sonal physician, rehabilitation counselors, educators, occupational and physical therapists, workers' compensation advisers, sports physiatrists and psychologists, insurance carriers, and rehabilitation nurses, to name a few.
JOB PLACEMENT
The actual pre-placement examination is only one element of a process designed to ensure appropriate job placement for people with disabilities. Other components include job analysis and job accomodation.
The physical examination process has changed personnel practices due to the following developments: • Advances in the control, treatment and elimination of previously disabling conditions. • Enactment of laws that promote equal employment opportunities for people with disabilities. • Employers' interest in maintaining productive and experienced workers in the work force, as well as recruiting qualified new workers. As a result, employers are abandoning the medical check list approach of screening out workers who have specific medical conditions. Instead, an assessment is made of the particular candidate's abilities in relation to the specific job requirements. If it is determined that some reasonable accommodations can be made so as to enable the candidate to perform the specific duties of a job, then reasonable accommodations can be implemented.
The role of the professional who performs the examination is to serve as a consultant to the personnel department. The examiner administers the pre-placement examination and assesses the candidate's functional abilities in relation to the job. Safety factors in the job are evaluated. With this data, the personnel manager can often determine whether job accommodations may have to be instituted and the final hiring decision.
Job analysis is a clear and detailed description of the functional tasks and requirements of the specific job for which the applicant is being considered. The analysis should provide information and specific details as to the frequency and criticalness of each task. Other factors in the work environment include the atmosphere, exposures, equipment to do the job, and safety.
Specific job analyses benefit employers in that they: Job analyses are usually done by qualified professionals involving the supervisors, personnel, rehabilitation, and safety. Working conditions are evaluated in relation to adverse weather conditions and chemical exposures. These should be reviewed periodically to assess for changes in job tasks or conditions.
Reasonable accommodation describes creative ways in which an employer can modify a job to accommodate the disabled applicant and/or disabled employee. It may involve some alteration in the work environment, use of flex time, or the use of some special equipment.
Most employers will find these measures relatively inexpensive. If they have already determined the job functions, the procedure is not disruptive or time consuming. The disabled applicant and/or the disabled employee will often be a ready asset, with ideas relating to the job demands and accommodations.
SAFETY
The development of safety policy for employees with disabilities is an important factor for occupational health nurse consideration. Consultation with the safety personnel is imperative in setting up guidelines and policies (Seaver, 1988) .
For example, people who are blind need a certain type of horn or beeper which will alert them to the presence of fire, explosion, etc. They must be trained and educated as to their role in case of evacuation. Assistance for them in evacuation must be provided by specific employees so that they will not be harmed or knocked down in the disruption of a catastrophic event.
For those employees who are deaf, a blinking light near their work-site is recommended to alert them that an impending evacuation or emergency is about to occur. It is imperative that training and education procedures be reviewed with these employees.
Employees who are in wheelchairs or converted mobile chairs will require specially constructed stretchers to take them down stairwells. In the confusion of stairwell exits, with many nondisabled employees involved, it is especially important that stretcher guidelines and training be given to those persons who will be responsible for the evacuation of this classification of employees.
The occupational health nurse must ensure the safety of the new disabled employee and the work disabled employee who is returning to work. The occupational health nurse serves as a facilitator to management as well as counselor and confidant to the handicapped applicant. During the orientation process the occupational health nurse can emphasize to the new employee the importance of complying with safety rules.
A March 1987 Harris poll of more than 900 employers revealed that, regarding safety: 47% felt workers with disabilities are safe workers; 28% did not, and 25% had no opinion (Amaroli, 1986) .
"That would buttress any claim that people with disabilities are safe workers," said Larry Volin, Director of Research and Publications for the President's Committee on Employment of People with Disabilities. "When you place a person with a disability in a job, it is not a good placement unless it is a safe placement," he said (Amaroli, 1986) .
The occupational health nurse should also ensure that any proposed new buildings or additions in the company meet the codes and specifications for the disabled.
LEGISLATION

Affirmative Action
The occupational health nurse should be cognizant of federal legislation that affects the employment of handicapped persons. The definition of a handicapped person is "Any person who has a physical or mental impairment which substantially limits one or more major life activities; has a record of such an impairment; is regarded as having such an impairment" (PCEH, 1982) .
The following is a summary of Sections 501, 502, 503, and 504 of the Rehabilitation Act of 1973, PL 93-112 (CAUSE, 1987) .
Section 501 requires that federal agencies take affirmative action to hire and promote disabled persons. One has a right to be considered for federal employment.
Section 502 sets up a federal compliance board to make sure disabled persons have access to all buildings owned, occupied, or financed by the U.S. Government.
Section 503 states firms doing business with the U.S. Government must take affirmative action to hire and promote disabled persons. Every employer under a contract for more than $2,500 with the federal government must take "affirmative action" to hire handicapped people.
Section 504 has been called "the first federal civil rights law protecting the rights of the handicapped." It provides that "no... qualified handicapped individual.. ,shall, solely by reason of his handicap, be excluded from the participation in, be denied the benefits of, or be subjected to discrimination under any program or activity receiving federal financial assistance." Section 504 is part of the Rehabilitation Seaver Act of 1973 . At that time, Section 504 specifically applied only to discrimination in employment. In 1974 the Rehabilitation Acts Amendments of 1974 (PL 93-516) extended coverage of the Section to all areas of civil rights including: education, post-secondary education, vocational training, employment, health, welfare, and other social service programs.
Section 504 rules and regulations went into effect April 28, 1977, when they were signed by HEW Secretary Joseph A. Califano, Jr. Section 504 applied to all recipients of Health, Education, and Welfare (HEW) funds, including: states, counties, cities, towns, villages, and their political subdivisions; instrumentalities of states and their political subdivisions; public and private institutions; other health service providers; public and private colleges; public and private agencies; and other organizations and entities receiving HEW funds.
Other Legislation
To encourage employers to hire and retain employees with physical impairments, second-injury funds have been established in most states within the framework of the workers' compensation system. They ensure that employers will not be held liable for a greater disability than actually occurs while workers are in their employment (Brantman, 1983) .
Legislation now pending in Congress is the Americans with Disabilities Act of 1989 (USA Today, May 10, 1989 . Requirements of the proposed Act: • Prohibit discrimination against disabled persons in employment, all public services, public accommodations, transportation, and telecommunications. • Require employers to provide "reasonable accommodations" to disabled persons. Exempted: businesses with fewer than 15 workers, or employers for whom it would prove a hardship. • Require public transit systems to have special boarding devices.
The President's Committee on Employment of People With Disabilities
The President's Committee on Employment of the Handicapped (retitled The President's Committee on Employment of People with Disabilities [PCEPD] in April 1988), is one ofthe oldest Presidential committees in the United States. It was established by President Truman in the fall of 1947.
"The President's Committee shall facilitate the development of maximum employment opportunities for the physically handicapped, mentally retarded, and mentally restored. To this end the Committee shall supply information to employers, labor unions, and national and international organizations, conduct a program of public education, promote cooperation between organizations and agencies, and enlist the support of federal officials, governors' and local committees on employment of the handicapped, professional organizations, organized labor, and appropriate international organizations."
... Presidential Executive Order 11480 Annual appropriations were authorized by a joint resolution of Congress on July 11, 1949 (ch. 302, 63 Stat. 409 as amended).
The American Association of Occupational Health Nurses (AAOHN) is a member of PCEPD, in Washington, D.C. The chair of the committee recently noted that the support of the AAOHN had been influential in recent progress and attainment of goals.
AAOHN Representative Mary Seaver serves as the Medical Health and Insurance Committee, one of eight standing committees.
The mission of the Medical, Health, and Insurance Committee is to encourage employers, health professionals, and other interested parties to adopt and utilize practices that will facilitate the hiring and progression in employment of qualified handicapped individuals.
Its purpose is to examine and respond to medical, health, and insurance issues as they affect job opportunities for people with disabilities. If this legislation is passed, a whole new focus in the hiring process will involve the occupational health nurse.
RESOURCES Job Accommodation Network
The Job Accommodation Network (JAN), established in 1984, is a national data bank of information about accommodations which have been made by the nation's employers (Amaroli, 1986) . It enables businesses to communicate about ways to manage and lower disability costs. JAN collects job accommodation information and makes it available to businesses seeking ways to enable persons with functional limitations to be productive in the work environment.
When using JAN the caller provides the information about the severity of the physical limitations, job description, the type of business, and the size of the company. A JAN consultant then searches the data base for information and a solution to the current situation.
JAN is administered by the President's Committee on Employment of People with Disabilities (see box) in cooperation with the University of West Virginia. Sponsors include the National Institute of Handicapped Research and the Rehabilitation Services Administration.
The system is convenient and easy to use, and no cost is involved. The only requirement is a commitment to share any accommodation data the business has from the past or are contemplating for the future. (Phone: 1-800-JAN-PCEH).
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CONCLUSION
In conclusion, communication is crucial to a successful placement of the disabled person. A cooperative approach among the individual, family, personal physician, occupational health care provider, employer, and employees already at the worksite is imperative. The disabled want to make a commitment to their employers, to take pride in what they do, to be responsible, and to maintain their self esteem. The focus must be on their abilities, not disabilities, with emphasis on capabilities.
The occupational health nurse can facilitate hiring, monitor the pro-tern will translate a deaf person's hand signs into synthesized speech.
To get the desired effect, the inventor linked a computer to a sensor-studded glove. The computer translates the hand signs into letters, and feeds the message into a medallion-sized speech synthesizer that utters the words. To get an answer, a deaf person carries a wrist watchsized computer display hooked up to a keyboard. When someone taps out a response on the keyboard, it shows up the display. He says his system could be ready for production in 2 years. Though he did not know how much it would cost, he estimated it cost him $200 in parts to build the prototype.
